The aim of this study is to examine the relationship between job crafting and organizational identification along with investigating the mediating role of affective well-being in this relationship. Data gathered from 238 public and private sector employees in Turkey through the survey method was subjected to factor, reliability, convergent and discriminant validity analyses through structural equation modelling. Additionally, the mediating role of affective well-being was tested using PROCESS macro for SPSS. As a result, it was concluded that all aspects of job crafting positively related to positive affection while only task crafting and cognitive crafting were significantly related to negative affection. Besides, positive affection has a positive impact on organizational identification while negative affection has a negative impact. In terms of mediation analyses, positive affection has a partially mediating role in the relationship between all aspects of job crafting and organizational identification while negative affection partially mediates the relationship between task crafting/cognitive crafting and organizational identification.
Introduction
The main characteristics of professional jobs have been changing because of the revolution of the working environment triggered by organizational innovations which are specially shaped by the rapid development of information technologies and require each organization to create their unique job designs (Demerouti, 2014; Kanten, 2014) . According to the traditional approach, designing the job is based on developing the performance and motivation of employees through "top-down" managerial interventions (Hackman & Oldham, 1980) . These managerial interventions could not consider the needs of each employee correctly and have made employees more reactive or passive in organizational processes. However, "bottomup" job redesign approaches have signified that employees have proactive roles rather than passive, which enables them to craft their job characteristics according to their needs (Oldham & Hackman, 2010; Rofcanin, Berber, Koch, & Sevinc, 2016) . Therefore, employees' proactive work behaviors from the perspective of the bottom-up approach can be used to complement managerial top-down interventions to make up the shortages of current job design and to consider the needs of the employees (Demerouti, 2014) . Business and Economics Research Journal, 11(1):201-212, 2020 The Relationship Between Job Crafting and Organizational Identification: The Mediating Role of Affective Well-being As a work-specific form of proactive behavior, job crafting refers to the behaviors including to take an active role in initiating changes on cognitive, relational, and physical/task boundaries of current job activities (Wrzesniewski & Dutton, 2001) . Cognitive changes specify an individual's perception of the job, relational changes refer to changing the amount or quality of interactions in the workplace, and changes in physical boundaries indicate initiating changes in the number or type of work activities (Wrzesniewski & Dutton, 2001) . Employees can optimize the balance between what they desire to do and what the job requires from them through crafting behaviors in the workplace according to their needs and values (Tims & Bakker, 2010) . Therefore, person-job fit can be enhanced via better accordance between employees' personal attributes and the job environment (Berg, Wrzesniewski, & Dutton, 2010) .
Relevant literature indicates that job crafting behaviors are positively related to a variety of positive outcomes such as work performance, work engagement, job satisfaction, and employee well-being (Rudolph, Katz, Lavigne, & Zacher, 2017) . Especially, a certain amount of studies indicates that crafting behaviors in the workplace provide enhancing well-being and positive affection because employees may be perceiving to have better control over the work environment through crafting the job (Tims, Bakker, & Derks, 2013; Slemp, Kern, & Vella-Brodrick, 2015; Bakker & Demerouti, 2017) . While many studies have indicated that employee's perception of organizational identification is associated with positive organizational attitudes and behaviors (van Knippenberg & van Schie, 2000) , a limited number of studies have examined the relationship between proactive behaviors and perceptions of organizational identification (Klimchak, Carsten, Morrell, & MacKenzie, 2016; Hur, Shin, Rhee, & Kim, 2017; Bacaksiz, Tuna, & Seren, 2017) . In this sense, with focusing on job crafting, it is aimed to elucidate the relationship between job crafting behaviors and perceptions of organizational identification and to explore the mediating role of job-related affective well-being in this relationship.
Literature Review and Hypotheses

Job Crafting
Proactive behaviors such as altering definite work tasks that are faulty or suggesting creative solutions to the current problems are very precious for an organization since these behaviors increase the organization's chance of surviving in the quickly varying competition environment (Tims & Bakker, 2010; Parker, Bindl, & Strauss, 2010) . As a specific form of proactive behavior, job crafting is defined as "…the physical and cognitive changes individuals make in the task or relational boundaries of their work" (Wrzesniewski & Dutton, 2001: 179) . By crafting the job, employees take an active role rather than passive in initiating changes over the physical, cognitive, or social structures of their jobs and use their hidden ways of freedom in own jobs to customize it in order to make a fit between their needs and jobs (Wrzesniewski & Dutton, 2001; Slemp & Vella-Brodrick, 2014; Slemp et al., 2015) . Additionally, job crafting also refers to an informal process that employees use to form their work practice with the aim of meeting their needs and individualistic interests (Berg et al., 2010; Slemp & Vella-Brodrick, 2013 ).
On the other hand, the concept of job crafting has been discussed from the perspective of the Job Demands-Resources Model (Demerouti, Nachreiner, Bakker, & Schaufeli, 2001; Bakker & Demerouti, 2007) , and job crafting means personal alterations in job characteristics on organizational, social, and physical level to hold the balance between job demands (e.g. excessive workload, emotionally demanding interactions, time pressure) and job resources such as autonomy, job security, feedback, role clarity (Tims & Bakker, 2010; Bipp & Demerouti, 2015) . With this regard, the Job Demands-Resources Model implies that when an individual perceives that job demands in the work environment are high and job resources are low, job strain is experienced by the individual (Demerouti, 2014) . In this sense, individuals aim to achieve equilibrium between job demands and resources in order to overcome job stress and protect his/her psychological health by making some changes and crafting their jobs in the work environment (Tims & Bakker, 2010) .
In this context, job crafters are employees who act in a proactive stance by changing a job's task, relational and cognitive boundaries at the organization. In doing so, employees change the meaning of the work for own and reshape their work identity in the organizational process (Wrzesniewski & Dutton, 2001) .
Thus, job crafting is categorized into three forms which are a task, relational and cognitive crafting (Wrzesniewski & Dutton, 2001; Slemp & Vella-Brodrick, 2013) . Task crafting refers to an employee's proactive modifications over the amount, extent or types of work tasks (Slemp et al., 2015) . Crafting task boundaries of the job includes proactive behaviors such as creating specific ways or taking more responsibility for work tasks (Wrzesniewski, Lobuglio, Dutton, & Berg, 2013) . Relational crafting includes employees' alterations over the amount or status of interpersonal interactions with others at the organization (Slemp et al., 2015) . Employees determine how often they interact with whom and how these relations' quality should be by crafting relational boundaries (Wrzesniewski & Dutton, 2001) . Finally, cognitive crafting indicates changes over the employees' approaches to their jobs and perceptions relating to their work tasks (Wrzesniewski & Dutton, 2001) . Employees review and shape the main purpose of their jobs as a whole by modifying cognitive boundaries (Kim, Im, & Qu, 2018) . These three forms of job crafting signify particular ways in which employees make proactive alterations and help them to hinder work dissatisfaction and meaninglessness (Wrzesniewski et al., 2013; Slemp & Vella-Brodrick, 2014) .
Job crafting behaviors in the work environment provides increased person-job fit which means what an employee can do and desires to do in the workplace, and what the job requires from the employee are in accordance with each other (Tims & Bakker, 2010; Niessen, Weseler, & Kostova, 2016; Kerse, 2018) . Because job crafting allows the employees to reshape relational, cognitive, and task context in the workplace, the employees can develop better accordance between their attributes and the job environment (Berg et al., 2010; Rofcanin et al., 2016; Tims, Derks, & Bakker, 2016) . As a result, employees having ability and opportunity to craft their job tend to cultivate positive organizational outcomes such as positive sense of meaningfulness and work identity (Wrzesniewski & Dutton, 2001; Tims et al., 2016) , organizational commitment (Rofcanin et al., 2016) , employee retention (Tims & Bakker, 2010) , job satisfaction (de Beer, Rudolph et al., 2017) , psychological health (Slemp & Vella-Brodrick, 2013; Slemp et al., 2015; Kerse, 2017) , work performance (Leana, Appelbaum, & Shevchuk, 2009; , and work engagement Rudolph et al., 2017; Uysal, Özçelik, & Uyargil, 2018) . As a specific form of proactive behavior job crafting, in turn, may help the employees to have a better fit with their jobs, show better performance, commit to their jobs, and be satisfied (Kim et al., 2018) . Even though job crafting is not the remedy for all organization problems, it has importance for organizations to manage it in such a way that it has advantageous effects on the organizations and the employees (Demerouti, 2014) .
Job Crafting and Affective Well-being
Affective well-being, when considered in the occupational sense, refers to employees' subjective considerations of feeling well or unwell in the workplace (Warr, 1987; 1990b; Makikangas, Feldt, & Kinnunen, 2007) . Job-related affective well-being is explained as an underlying aspect of effective organizations, contributing to desirable organizational outcomes such as enhanced performance and employee retention (Warr, 1990b) . In the organizational frame, a variety of studies on affective well-being suggest that a wide range of individual and organizational factors influence employee's affective well-being (Makikangas et al., 2007) . In this sense, cultivating individual practices that enhance workplace affective well-being represents substantial initiative for employees, besides this, it may be beneficial for improving organizational effectiveness (Slemp et al., 2015) .
Considering as a specific individual practice, proactive behaviors help employees to experience better well-being and positive affection, for the reason that they perceive to have more control and freedom over their working environment (Tims & Bakker, 2010; Parker et al., 2010) . As a job-related form of proactive behavior, job crafting provides employees to align their individual needs with their work requirements, and thus, they improve their well-being by experiencing positive affection (Slemp et al., 2015; Plomp, Tims, Akkermans, Khapova, Jansen, & Bakker, 2016) . Job crafting also brings with positive results to enhance employee's affective well-being such as improving better relationships, enhancing individual purpose and increased job meaning (Slemp & Vella-Brodrick, 2014) .
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The Relationship Between Job Crafting and Organizational Identification: The Mediating Role of Affective Well-being Empirical findings in the literature show that crafting behaviors are explained to stimulate more positive affection than negative affection, and thus, positive affection helps to enhance job performance (Bakker & Demerouti, 2017; Costantini & Sartori, 2018) . By crafting their jobs employees improve their affective well-being with increased engagement, job satisfaction, and decreased burnout (Tims et al., 2013;  van den Heuvel, Demerouti, & Peeters, 2015) . Another study indicates that job crafting is positively related to occupational well-being while negatively related to job strain (Rudolph et al., 2017) . Studies of Slemp & Vella-Brodrick (2013) and Slemp, Kern, & Vella-Brodrick (2015) specify that job crafting behaviors are positively associated with work-specific positive affection, while negatively associated with work-specific negative affection. These findings imply positive relations between job crafting behavior and job-related affective well-being. Hence, the following hypotheses were postulated: 
Job Crafting and Organizational Identification
Based on social identity theory (Tajfel, 1974; Tajfel & Turner, 1985) Mael and Ashforth (1992) defined the concept of organizational identification as "perceived oneness with an organization and the experience of the organization's successes and failures as one's own." According to this definition organizational identification specifies a kind of social identification which includes that individuals identify with the organization where they work, and the organization provides the individuals with an identity perception (Ashforth & Mael, 1989; van Knippenberg & van Schie, 2000) . Thus, organizational identification refers to the degree of correspondence between one's own identity and the organization's identity (Ashforth & Mael, 1989; Mael & Ashforth, 1992) .
Research on organizational identification suggests that a variety of organizational and individual factors are related to individuals' perception of organizational identification (van Knippenberg & van Schie, 2000) . Empirical findings from recent studies revealed that employees with an increased perception of organizational identification establish positive attitudes toward it, feel more motivated to show beneficial organizational behaviors, and have the belief that their crafting efforts are valuable for the organization (Hur et al., 2017; Wang, Demerouti, & Le Blanc, 2017) . Conversely, we propose that employees crafting their jobs may tend to identify themselves with their organization. Consistent with this view, studies show that proactive work behaviors that bring with mostly positive outcomes are positively associated with the individuals' perception of organizational identification (Klimchak et al., 2016; Bacaksiz et al., 2017; Hur et al., 2017) . Considering the proactive behavior perspective, it can be predicted that job crafting is likely to have a positive relationship with organizational identification. Nevertheless, in the relevant literature, a limited number of studies have investigated the relationship between job crafting and organizational identification (Niessen et al., 2016; Hur et al., 2017) . In this sense, it is aimed to clarify the relationship between these concepts. Consequently, it is hypothesized as in the following: H3: (a) Task crafting, (b) cognitive crafting, and (c) relational crafting is positively related to organizational identification.
Mediating Role of Job-related Affective Well-being
Recent studies indicate that employees who act in a proactive stance in organizing their work environment experience positive affection and improve their job-related affective well-being (Tims & Bakker, 2010; Slemp & Vella-Brodrick, 2013; . Job crafting behaviors also help employees to optimize their individual needs with their work activities and develop better well-being (Slemp et al., 2015) . Besides, relevant studies show that workplace affective well-being of the employee is positively associated with his/her perception of identifying with the organization (Wegge, van Dick, Fisher, Wecking, & Moltzen, 2006; Avanzi, van Dick, Fraccaroli, & Sarchielli, 2012) . Thus, it is suggested in this study that employees who enhanced their job-related affective well-being through the crafting behaviors are likely to more identify 
Research Method
Sample and Data Collection
The aim of the study is to determine the effects of job crafting on organizational identification and examine the mediating role of job-related affective well-being in the relationship between job crafting and organizational identification. For this purpose, a self-administered questionnaire has been used for data collection. In the questionnaire, three different scales were used to measure job crafting, affective wellbeing, and organizational identification. Besides, demographic questions were asked to the participants about their gender, age, working sector and working experience in the current organization. In order to assess the aforementioned hypotheses, data were collected from 238 participants working in different sectors in Turkey. The sample was convenience-based. Of 238 respondents, 48.7% (n=116) were female and the average age was 30.23. On average, 63.4% of respondents (n=151) had 1-5 years' working experience in the current organization. Additionally, 54.2% (n=129) worked in public sector while 45.8% (n=109) worked in private sector.
Measures
Job crafting. 15-item job crafting scale of Slemp and Vella-Brodrick (2013) was used for assessing job crafting. This scale consists of 5 items for task crafting (e.g., "change the scope or types of tasks that you complete at work"), 5 items for cognitive crafting (e.g., "remind yourself about the significance your work has for the success of the organization"), and 5 items for relational crafting (e.g., "make an effort to get to know people well at work"). Items were scored on a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Job-Related Affective Well-being. Job-related affective well-being was measured with a 12-item scale developed by Warr (1990a) . The negative and positive emotions experienced in the past few weeks by the employees are evaluated with this scale. Example items are "tense, uneasy, worried" for negative emotions and "calm, contented, relaxed" for positive emotions. Items were scored on a 5-point scale ranging from 1 (never) to 5 (extremely often).
Organizational Identification. Organizational identification was assessed with a 6-item scale developed by Mael and Ashforth (1992) . Example items are "when someone criticizes organization where I have been working, it feels like a personal insult." and "I am very interested in what others think about the organization where I have been working". Items were scored on a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Analysis
Factor, Reliability and Validity Analysis
Research data were analyzed by using structural equation modeling with AMOS 21 statistical package program for reliability and validity analysis (Fornell & Larcker, 1981) . The reliability of scales was assessed via Cronbach's Alpha and reliability coefficients of scales indicated sufficient reliability (Nunnally, 1978) and were ranged from 0.76 to 0.93. Besides, the composite reliability score exhibited the threshold value of 0.60 ranging from 0.77 to 0.93 (Fornell & Larcker, 1981) .
Convergent and discriminant validation methods were followed to test the validity of the scales. With this regard, the measurement model with all variables was tested by confirmatory factor analysis and 6 items below the criterion value were excluded from the analysis. Results indicated that final model adequately fit the data (χ 2 (309)=652.652, comparative fit index (CFI)=0.92, Tucker-Lewis index (TLI)=0.91, incremental fit index (IFI)=0.92, parsimonious normed fit index is (PNFI)= 0.75, root mean square error of approximation (RMSEA)=0.06 and χ 2 /df=2,112). Factor loadings ranged from 0.66 to 0.91, which exceeded the cut-off value (Hair, Black, Babin, & Anderson, 2010) and average variance extracted (AVE) of each construct was between 0.51 and 0.71, demonstrating the convergent validity (Fornell & Larcker, 1981; Bagozzi & Yi, 1988) . For discriminant validity, the square root of the AVE should be higher than the correlation between that construct and other constructs in the model (Fornell & Larcker, 1981) and all construct fulfilled this requirement (see Table 3 ). Research Journal, 11(1):201-212, 2020 E. Kilic -B. Tatar -O. Erdil 0.908 WB_2: My job made me feel "Contented" 0.914 WB_5: My job made me feel "Relaxed" 0.797 WB_6: My job made me feel "Cheerful" 0.820 WB_9: My job made me feel "Enthusiastic" 0.769 WB_10: My job made me feel "Optimistic" 0.767 Negative Affection 0.92 0.71 0.92 WB_11: My job made me feel "Gloomy" 0.827 WB_8: My job made me feel "Depressed" 0.816 WB_7: My job made me feel "Worried" 0.808 WB_4: My job made me feel "Uneasy" 0.902 WB_3: My job made me feel "Tense" 0.842 Notes: CR = composite reliability; AVE = average variance extracted; JC = job crafting; OI = organizational identification; WB = well-being. Table 3 shows the descriptive statistics and results of correlation analysis performed to determine the relationships between variables. Accordingly, task crafting (r=0.24, p<0.01), cognitive crafting (r=0.55, p<0.01), and relational crafting (r=0.25, p<0.01) were significantly and positively correlated with positive affection. Task crafting (r=-0.16, p<0.01) and cognitive crafting (r=-0.29, p<0.01) were significantly and negatively correlated with negative affection while relational crafting (r=-0.03, p>0.05) was not significantly correlated with negative affect. Moreover, task crafting (r=.42, p<0.01), cognitive crafting (r=.47, p<.01), and relational crafting (r=0.35, p<.01) were significantly and positively correlated with organizational identification. positive affection (r=0.49, p<0.01) was significantly and positively correlated with organizational identification while negative affection (r=-0.24, p<0.01) was significantly and negatively correlated with organizational identification.
Business and Economics
Hypotheses Testing
The bootstrapping method was performed to test the aforementioned hypotheses by virtue of providing more reliable results than the Baron and Kenny (1986) approach (Zhao, Lynch, & Chen, 2010; Hayes, 2017) . In this regard, mediation analyses were performed via PROCESS macro (Model 4; Hayes, 2017) and 5.000 bootstrapped samples with a 95% confidence interval. According to Table 4 , the effect of job crafting on positive affection was investigated and results revealed that task crafting (β=0.28, p<0.001), cognitive crafting (β=0.30, p<0.001) and relational crafting (β=0.25, p<0.001) were significantly related to positive affection, supporting H1a, H1b, and H1c.
Besides, the effect of job crafting on negative affection was investigated and results revealed that task crafting (β=-0.23, p<0.001) and cognitive crafting (β=-0.43, p<0.001) were significantly and negatively related to negative affection, supporting H2a and H2b. Contrarily, a significant relationship was not found between relational crafting (β=-0.04, p=0.555) and negative affection. Therefore, H2c was rejected.
Additionally, there was a positive and significant relationship between organizational identification and task crafting (β=0.54, p<0.001), cognitive crafting (β=0.62, p=0.000), and relational crafting (β=0.31, p<0.001), supporting H3a, H3b, and H3c.
There was also a positive and significant relationship between positive affection and organizational identification (β=0.49; p<0.001), supporting H4a. Besides, there was a negative and significant relationship between negative affection and organizational identification (β=-0.24; p<0.001), supporting H4b. E. Kilic -B. Tatar -O. Erdil Further, positive affection reduced the effect of job crafting (β=0.41; p<0.001 for task crafting; β=0.37; p<0.001 for cognitive crafting; β=0.21; p<0.001 for relational crafting) on organizational identification, and inclusion of positive affection in the model increased the R 2 of organizational identification (R 2 =0.34 for task crafting; R 2 =0.30 for cognitive crafting; R 2 =0.30 for relational crafting). In this context, positive affection had a partial mediating effect. Further, negative affection reduced the effect of job crafting (β=0.50; p<0.001 for task crafting; β=0.57; p<0.001 for cognitive crafting) on organizational identification, and inclusion of negative affection in the model increased the R 2 of organizational identification (R 2 =0.21 for task crafting; R 2 =0.30 for cognitive crafting). In this context, negative affection had a partial mediating effect. Table 7 has shown the results of significant values of indirect effect and it was concluded that the indirect effect of positive and negative affection was significant due to the lack of zero in the specified ranges of confidence intervals (MacKinnon, Lockwood and Williams, 2004) . In other words, positive and negative affection have a partially mediating effect in the relationship between job crafting and organizational identification, supporting H5a, H5b, H5c, H6a, and H6b. However, based on the findings, H6c was rejected.
Conclusion
The purpose of the current study was to delineate the relationship between job crafting and organizational identification via the mediating role of employees' affective well-being. In this context, the current study found that job crafting influences the employees' affective well-being. In other words, based on the findings, employees who craft their job in terms of task, cognition, and relations likely to experience more positive affective well-being. On the other hand, task and cognitive crafting prohibit the feeling of negative work-related affection while relational crafting has no impact on the negative affective well-being. Concordantly, Tims et al. (2013) , Slemp et al. (2015) , and Plomp et al. (2016) revealed that, through job crafting, employees can shape their jobs compliance with their abilities, skills, interest, and values which in turn increase their well-being.
According to the findings, employees tend to identify themselves with their organizations in the existence of an opportunity to craft their jobs on physical, relational and cognitive aspects. This empirical evidence supports the argument that crafting yields a variety of positive organizational outcomes such as increased satisfaction, commitment, and engagement with their organizations (Tims and Bakker, 2010; Tims et al., 2016; Rudolph et al., 2017) . In this context, the conclusion can be drawn that job crafting behaviors of employees enable them to develop positive perceptions toward their organizations, and thus they feel more identified with their organization because of providing opportunities to change their job boundaries and freedom by the organization.
The Relationship Between Job Crafting and Organizational Identification: The Mediating Role of Affective Well-being Besides, the mediating role of affective well-being in the relationship between job crafting and organizational identification has been investigated. Results show that when employees experience more positive affection and less negative affection through the opportunities which help them to craft and design their jobs, they inclined to perceive better organizational identification. Based on this result, the conclusion can be drawn that employees who able to change tasks, relations, and cognitions proactively in line with their own needs tend to experience more positive affections because they have been provided opportunities to craft by their organization. Therefore, considering the view of social identity theory (Tajfel, 1974; Tajfel & Turner, 1985) , reaching a better state of psychological health and affective well-being leads employees to develop a positive sense of belonging and organizational identification which helps employees to enhance beneficial organizational behaviors and outcomes.
Limitations and Future Studies
There are some limitations of this study. First, the data collection process was carried out only on the participants who worked in Turkey. It is possible to generalize the results through a homogeneous and wider sample population in terms of cultural context, generation and professional background in future research.
This study is also cross-sectional reflecting the thoughts of employees at a certain moment. It may be suggested that future studies should be performed longitudinally. Another limitation of the research is related to the data collection method. In future studies, the results can be evaluated by applying qualitative data analysis including interview through data collection methods.
Besides, the relationship between job crafting, affective well-being, and organizational identification has been examined within the scope of the current study and the effects of different variables such as organizational culture and different leadership styles on the job crafting may also be emphasized for contributing the expansion of the related literature. On the other hand, it may be beneficial to examine the effect of job crafting on overqualification perception of the employees. It is possible to state that employees having the ability to change their task, relations, and thoughts may tend to perceive themselves as overqualified and it can be examined in detail how this overqualification perception as a result of job crafting will have an impact on employees' intention to leave or stay at work.
